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Abstract We aimed to identify patterns of work value orientations in a sample of graduates from two
universities in Lisbon, and assess whether differences in extrinsic and intrinsic orientations can be explained by
structural determinants of material living conditions. We found three common patterns: “aspirational
maximalism”; importance of the job to gain financial autonomy from parents; and greater importance of intrinsic
rewards. Results suggest the variation in the importance of extrinsic and intrinsic values bears little correlation
with differences in material living conditions, and that subjects tend to adjust their work value orientations to
their assessment of objective employment rewards.
Keywords: work values, work rewards, higher education graduates, material living conditions.
Resumo Procurámos identificar os padrões de valores do trabalho numa amostra de licenciados de duas
universidades de Lisboa e averiguar se as diferenças entre orientações intrínsecas e extrínsecas são explicáveis
por fatores estruturais determinantes das condições materiais de existência. Encontrámos três padrões
transversais: “maximalismo” das aspirações; importância do emprego para a autonomização financeira face aos
pais; e uma maior importância concedida às recompensas intrínsecas do que às extrínsecas. Os resultados
sugerem que a variação na importância dos valores intrínsecos e extrínsecos está pouco correlacionada com as
diferenças das condições materiais de existência, e que estes licenciados tendem a ajustar as suas orientações de
valor face ao trabalho à avaliação das recompensas objetivamente obtidas com o emprego.
Palavras-chave: valores do trabalho, recompensas do trabalho, diplomados do ensino superior, condições
materiais de existência.
Résumé Nous avons cherché à identifier les critères du choix d’orientation professionnelle dans un échantillon
de jeunes diplômés de deux universités de Lisbonne, afin de vérifier si les différences entre critères intrinsèques
et extrinsèques peuvent s’expliquer par des facteurs structuraux déterminants des conditions matérielles de vie.
Nous avons relevé trois critères transversaux: aboutissement des aspirations; importance de l’emploi pour
l’autonomie financière vis-à-vis des parents; et une plus grande importance accordée aux récompenses
intrinsèques qu’aux récompenses extrinsèques. Les résultats suggèrent que la variation de l’importance des
facteurs intrinsèques et extrinsèques a peu de liens avec les différentes conditions matérielles de vie et que ces
jeunes diplômés tentent d’adapter leurs orientations professionnelles en fonction des récompenses qu’ils peuvent
objectivement tirer de l’emploi.
Mots-clés: valeurs du travail, récompenses du travail, diplômés de l’enseignement supérieur, conditions
matérielles de vie.
Resumen Procuramos identificar los patrones de valores del trabajo en una muestra de licenciados de dos
universidades de Lisboa y averiguar si las diferencias entre orientaciones internas y externas son explicables por
factores estructurales determinantes de las condiciones materiales de existencia. Encontramos tres patrones
transversales: “maximalismo” de las aspiraciones, importancia del empleo para el proceso de autonomía
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financiera ante los padres, y una mayor importancia concedida a las recompensas internas de que a las externas.
Los resultados sugieren que la variación en la importancia de los valores internos y externos está poco
correlacionada con las diferencias de las condiciones materiales de existencia y que estos licenciados tienden a
ajustar sus orientaciones de valor frente al trabajo a la evaluación de las recompensas objetivamente obtenidas
con el trabajo.
Palabras-clave: valores del trabajo, recompensas del trabajo, diplomados de enseñanza superior, condiciones
materiales de existencia.
Introduction
A number of national and cross-national studies investigating work orientations
have included higher education graduates in their populations. However, few fo-
cus exclusively on the top of the formative hierarchy so as to obtain a detailed
understanding of the distinct orientations within it. Even within university gradu-
ates, the population varies in many ways; among which age and generation,
training fields, social backgrounds, and positions attained in the occupational
structure.
Coupling the relative homogeneity of the educational level with the consider-
able heterogeneity in other domains raises two questions. Firstly, are there impor-
tant commonalities in work orientations within this population, or else does the
heterogeneity of social backgrounds and situations prevail in work values differ-
entiation? Secondly, can eventual differences in graduates’ work orientations be
explained by structural aspects such as “social origins”, “areas of training” and
“situation in the occupational structure”? Or should other variables be used to ex-
plain these variations?
We strive to address these questions by examining the universe of recent
graduates from two of Portugal’s biggest universities — Universidade de Lisboa
(UL) and Universidade Nova de Lisboa (UNL) — who are in the same stage of
transition to the labor market, as part of ongoing wider research on Portuguese
university graduates’ paths within the labor market. By focusing specifically on
university graduates, we aim to highlight the commonalities and differences asso-
ciated with structural and occupational factors, rather than the more widely stud-
ied variation between educational attainment levels.
Explaining work values
Following the seminal works of authors like Herzberg, Mausner and Snyderman
(1959), research on work orientations has frequently drawn on the concept of work
values, defined as “beliefs about the desirability of various work features […] usu-
ally defined by referencing several types of rewards derived from working” (John-
son, 2001a: 317).
10 Miguel Chaves, Madalena Ramos e Rui Santos
SOCIOLOGIA, PROBLEMAS E PRÁTICAS, n.º 80, 2016, pp. 9-29. DOI:10.7458/SPP2016806679
Work values have often been used as independent variables, to predict voca-
tional aspirations and occupational choices (Judge and Bretz Jr., 1992; Super and
Sverko, 1995); job changes (Andrisani and Miljus, 1976; Jordaan and Super, 1974),
or job satisfaction and dissatisfaction (Belcher and Atchison, 1976; Kalleberg,
1977).
A less pursued interpretive approach seeks to understand how work values
are framed in broader value systems, notably in “life values” like those defined, for
instance, by Rokeach (1973) and Schwartz (2006).
This study contributes to yet another, complementary strand in the literature
on work values, which seeks to explain their variation and therefore takes them as
dependent variables. We aim to assess to what extent relevant structural factors are
implicated in the formation and differentiation of such values among graduates.
We shall focus on two types of work values: extrinsic and intrinsic. The former
refer to the importance individuals give to the consequences arising from the fact
that they work or to working conditions (e.g., pay, security, career prospects, work-
ing environment) irrespective of the nature of work (Johnson and Mortimer, 2011).
Intrinsic values, on the other hand, refer to the importance individuals attribute to
the rewards obtained from the nature of the work itself (e.g., opportunity to ex-
press one’s interests and abilities). Granted that these two categories are hardly suf-
ficient to describe the diversity of aspects individuals value through or at work, the
persistence of this duality in the last decades (Twenge et al., 2010) and the fact that it
continues to predominate in the most recent value grids (Jin and Rounds, 2012) at-
tests that it does tie the most significant aspects together.
Work values and levels of education
Over the past four decades, most studies that examined how the level of education
affected work values have stated that the importance given to the intrinsic orienta-
tions tends to rise as the level of education increases, while that attributed to extrin-
sic factors tends to fall. Inglehart (1990, 1997) and Klages (1992), among others,
found that rising education levels in a society coincide with the increase in
post-materialist and self-fulfillment values, including intrinsic job values in the
specific sphere of labor. Several cross-national studies corroborated this relation-
ship. For example, Tarnai and associates used data from the International Social
Survey Program (1989 survey) on nine European countries and found that: “Per-
sons with higher education attribute disproportionately more importance to in-
trinsic values (interesting job, to work independently) than is the case for the other
levels of education” (Tarnai et al., 1995: 163).
Studies of nationwide samples obtained similar conclusions. Lindsay and
Knox (1984: 920) found that in the US, “The more education, the more likely people
are to value the intrinsic rewards of work and the less likely they are to value the ex-
trinsic ones”. In turn, Maag (1991) demonstrated that more educated Germans did
not attribute as much importance to values like “high income” and “job security”
as did less educated ones. Vinken (2007: 16-17) found more educated Dutch youths
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to be “less supportive of material work values” and most supportive of “expressive
work values”.
Concerning Portugal, Vala (2000) used data from the 1997 ISSP survey to find
that higher levels of education overlap with an over-emphasis on intrinsic work
values. He does point out that in three out of five countries included in this survey,
the prominence of intrinsic values appears to be directly related to social class,
more specifically to the “new bourgeoisie”, rather than to levels of education (Vala,
2000: 77-78). Nevertheless, this is precisely the class most likely to have the largest
amount of school capital.
A number of different though not irreconcilable conjectures have been ad-
vanced to explain this relationship. The first suggests that individuals who value
intrinsic rewards tend to invest more in education, because, to begin with, they be-
lieve that going through a long period of formal education is a prerequisite to earn
this kind of reward in the work sphere (Johnson and Elder Jr., 2002). This interpre-
tation thus places the valorization of intrinsic rewards upstream of higher educa-
tion, placing the explanatory locus on earlier-life socialization.
A second conjecture argues that the importance given to intrinsic values re-
sults from school socialization itself (Johnson and Elder Jr., 2002; Lindsay and
Knox, 1984). On one hand, formal education fosters the idea that it is important not
only to develop “knowledge”, “creativity” and “intellectual capabilities” as values
in their own right, but also as a means to attaining self-realization; on the other
hand, it encourages “cognitive complexity”, which may in turn facilitate the incul-
cation and pursuit of such values (Vala, 2000: 76). According to this interpretation,
higher education would countervail differences due to earlier socialization and ho-
mogenize work value orientations among graduates, as compared to earlier diver-
sity in their backgrounds.
Finally, a third conjecture suggests that higher levels of education lead to ex-
pectations of better-paid and more secure employment. By relieving individuals of
material restrictions in their life choices, this leads to a rise in self-expression values
because the individual can go beyond mere survival and focus on higher goals
(Inglehart and Welzel, 2005). This latter explanation converges with Maslowian
theory of motivation, which we will discuss in the following section.
Structural dimensions of the socio-genesis of work values
Sociological analyses have extensively explored the hypothesis that material living
conditions together with socializing experiences play an important role in creating
and modifying work orientations and, as such, have predictive relevance in how
they are distributed differently in the social space.
One of the theoretical traditions in line with this hypothesis goes back to
Maslow’s (1954) hierarchical theory of motivation, according to which higher level
needs only motivate behavior once lower level needs are sufficiently satisfied; the
lowest and most constraining of all being physiological, followed by security
needs. Conversely, once a need has been satisfied for long enough, it becomes less
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motivating. Mortimer and Lorence include the concept of work values in this
theory:
when the individual has inadequate economic resources, income and the other extrin-
sic benefits of work assume the highest priority. When material needs are satisfied,
the salience of extrinsic rewards decreases as the worker’s attention turns to other,
more intrinsic job satisfactions. (1979: 1362)
Maslow’s theory of motivation has been empirically tested in various contexts (Fla-
nagan, Strauss, and Ulman, 1974; Mortimer and Lorence, 1979; Tay and Diener,
2011) and is explicitly acknowledged in the abovementioned studies by Inglehart.
While Inglehart states that the link between socio-economic factors and priority va-
lues is not immediate, his post-materialist culture thesis argues that “as the basic
economic and physical security of individuals is met, values reflecting these needs
are given a lower priority in relation to other, conflicting values” (Knutsen, 1990:
85-86). Although the evolution of values is generally discussed in relation with the
level of economic development of different societies, Inglehart’s thesis is also called
upon to explain the differences within the same society: people with higher inco-
me, higher educational level and jobs in the service sector tend to place greater
emphasis on self-expression values (Inglehart and Welzel, 2005).
The main alternative way to conceptualize the relationship between structural
factors and work orientations is epitomized in contemporary sociology by Pierre
Bourdieu’s adjustment theory, according to which the formation of subjective values
and aspirations derives largely from a process of generative adjustment to the objec-
tive probabilities of their accomplishment, which are inscribed in the social structure:
It never ceases to amaze how well fitted wills are to possibilities, the desires to the
power to satisfy them; […] and this even in societies in which the generalization of ed-
ucation, bringing about structural disqualification linked to the devaluation of school
certificates, and the generalization of wage insecurity made more frequent the malad-
justment between expectations and opportunities. (Bourdieu, 1998: 194)
Although some of the most important contemporary authors in the study of work
values pointed out the heuristic potential of Bourdieu’s adjustment theory, and
Bourdieu himself suggested in his later works the need to further research on work
orientations (Bourdieu, 1996, 1998), his assumptions were much less mobilized in
quantitative studies on work orientations than those of the Maslowian kind. Sev-
eral reasons may explain this relative underutilization; among which, the fact that
Bourdieu’s theory is less univocal than Maslow’s, which makes it harder to trans-
late into empirically testable hypotheses. For example, in spite of the previous
proposition, Bourdieu also stressed the relevance of anomic imbalances between
subjective expectations and objective possibilities (e.g., 1979: 161).
Maslow’s and Bourdieu’s theoretical outlooks thus suggest different and
largely contradictory arguments to account for sociogenetic relations between in-
dividuals’ structural positions or situations and the variation in their work values.
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Nevertheless, both acknowledge the importance of certain variables as markers of
these structural positions or situations.
Study design
Analytical model
As we have indicated, our main goals are to assess the extent to which our gradu-
ates share common work orientations, and whether there are significant empirical
relations between structural factors and work values. Secondarily, we try to assess
the usefulness of two alternative explanatory frameworks, one based on Maslow’s
theory of motivation and the other on Bourdieu’s theory of adjustment, to account
to such relations as we may find. We should add at the outset that the model is
better suited to test hypotheses in the Maslowian line than in Bourdieu’s. Thus this
article approaches the latter in a more exploratory way than the former, as specified
below.
For work value orientations, we drew on the typology underlying the Inter-
national Social Survey Programme (ISSP) questionnaire, which breaks down work
values into extrinsic, intrinsic, altruistic, social and leisure (Cabral, Vala, and
Freire, 2000). This has been used for various studies in Portugal and therefore fos-
ters the comparison and accumulation of data.
We have used three independent variables to describe structural positions or
situations: (i) the social status of the family of origin; (ii) the training area; and (iii) the
individuals’ concrete occupational situations. Including these three variables in the
same model allows us to consider the variation of work values in the light of struc-
tural aspects that are related to different moments in individual trajectories.
(i) Social status of the family of origin: the socio-occupational status of the family of or-
igin determines the material living conditions facing the individuals at the begin-
ning of their social trajectories, with lasting effects throughout their life courses. It
is well documented in the Portuguese case (Chaves, 2010) as in numerous other
contexts that the family’s social capital and income level play an important role in
providing the offspring with affluence and security that facilitate their entry and
permanence in the labor market.
Under Maslowian theory of motivation, the less someone’s family has suf-
fered from serious financial and material constraints, the earlier and more in-
tensely they will tend to value the intrinsic elements of work and the less they will
channel subjective investments into obtaining extrinsic job rewards. In short, these
assumptions lead to hypothesize that the family status should be positively corre-
lated with intrinsic and negatively correlated with extrinsic value orientations.
Hypotheses in this vein have been empirically explored in several studies
that sought to clarify the relationship between the parents’ socio-economic status
and the variations in work values (Johnson, 2002; Kohn and Schooler, 1983;
Lindsay and Knox, 1984; Mortimer et al., 1996). Focusing on the “pay”, “prestige”,
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“high regard” and “job security” in a population of teenagers and adults, Kohn and
Schooler’s (1983) pioneering study found evidence of associations in line with this
hypothesis, while also attributing the differentiated emergence of values in differ-
ent classes to parents disseminating and inscribing the orientations in their off-
spring, enabling them to have a greater chance of success in their own jobs.
However, they stressed that the negative association of social class with extrinsic
orientations was far more significant than the positive association with intrinsic
orientations. Recent results in Johnson and Mortimer (2011) converge with these
results, albeit considerably attenuated; they only found a clear negative associa-
tion between the family of origin’s income and the importance of extrinsic values.
Hypotheses based on adjustment theory about the bearing of family status on
work orientations play more limited part in our model than those emanating from
the Maslowian tradition. Concerning extrinsic values, it would assume, contrary to
motivation theory, that graduates adjust their work values to the objective chances
afforded by their families’ economic and social capital, and since graduates from
more capitalized backgrounds are more likely to get safer and higher income jobs,
family status should be positively correlated with the valuation of extrinsic aspects
of work. It is not clear how differences in family status would relate with either ob-
jectively unequal chances or subjective expectations of getting intrinsic rewards
from work. Thus adjustment theory provides no hypotheses relating family status
and intrinsic work values.
(ii) Concrete occupational situation: the influence of the concrete situation in which a
given job is performed on the formation of individuals’ work orientations is well
established in sociological research. We addressed two dimensions of the occupa-
tional situation: job status that combining the position in the occupational stratifi-
cation, the level of earnings and job security, and the subjective assessment of
perceived rewards provided by the job. The concept and standardized typology of
job rewards has been very common in survey research that use work values
typologies in order to define and systematize the attributes that characterize and
distinguish the reality of each concrete professional situation. The designations of
job rewards are homologous to the values, thus giving rise to related typologies.
The relationship is clear in the definition of work values presented above (Johnson,
2002), since it explicitly refers to the evaluation of different types of rewards de-
rived from working.
Several studies state that working conditions affect the importance individ-
uals place on extrinsic and intrinsic values. Under theory of motivation assump-
tions, greater security and material prosperity of work situations should be
positively correlated with intrinsic values and negatively correlated with extrin-
sic values. Research results show that the emphasis on extrinsic values is greater
in lower occupational strata, while intrinsic values become more important as oc-
cupational prestige increases and extrinsic rewards are higher and safer (Centers
and Bugental, 1966; Harry, 1975; Kohn, 1969; Kohn and Schooler, 1983). However,
some of studies that assessed the predictive potential of job rewards in the forma-
tion and variation of work values using Maslow-inspired hypotheses actually
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reported patterns of findings that disprove them (Hall and Nougaim, 1968;
Mortimer and Lorence, 1979).
According to adjustment theory, the assumptions are distinct: individuals will
tend to impart more importance to such rewards as they believe they can actually
achieve in their specific work situation. Therefore, each kind of work values, intrinsic
or extrinsic, should acquire more importance the more the individuals believe that
their concrete job actually affords those kinds of rewards. The important longitudi-
nal study by Mortimer and Lorence (1979) implicitly anticipated the debate between
the need-motivation and adjustment theories. As stated, their results did not sup-
port the Maslowian hypothesis that “high levels of occupational rewards engender a
decrease in extrinsic concerns”, suggesting instead that “[…] since intrinsic rewards
(as well as extrinsic) increase directly with occupational status, the high evaluation
of intrinsic satisfactions on the part of the higher social class groups may develop
through processes of reinforcement” (id., ibid.: 1378-1379). Since this basically
means the reinforcement provided by concrete occupational experiences, it follows
that the variation in work values, extrinsic or intrinsic, may be explained by a process
that obviously ties in with Bourdieu’s adjustment theory.
(iii) Training area: far less explored in the literature than the previous, this variable
takes on particular relevance as the universe under consideration consists of uni-
versity graduates that have recently entered the labor market. In this study, unlike
in most literature, the level of education is therefore a constant; however, a source
of variation may lie in the specific area in which the degrees were obtained. In
terms of the individual trajectory, this structural element is positioned between so-
cial origins and occupational situations and it may impact the development of
work values.
Of the different ways in which the training area may affect work values, we
will explore those that derive from the fact that these areas give individuals un-
equal expectations in terms of access to job security and wage conditions. Accord-
ingly, the assumptions of theory of motivation would lead to hypothesize that
those areas of training most threatened by unemployment and precarious job situ-
ations should favor extrinsic values; while those associated with better prospects of
employment and job security should favor intrinsic values.
Conversely, according to Bourdieu’s adjustment theory the areas of training
that are objectively associated with better employment prospects and more secure
jobs should favor extrinsic values. However, the same as with the status of the fam-
ily of origin, we find no clear theoretical argument that could relate the employ-
ment prospects objectively associated with the training areas with the individuals’
orientations to intrinsic work values.
Participants and procedures
The subjects are a random sample of 1004 graduates from Universidade de Lisboa
(UL, 597 subjects) and Universidade Nova de Lisboa (UNL, 407 subjects) who com-
pleted their degree in the 2004/05 school year (from a universe of 4290 graduates, 2560
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from UL and 1730 from UNL). The graduates of these two schools correspond to 17%
of the total graduates from Portuguese universities in that school year. The average
age is 30.6 (5.3 standard deviation) and 75% were aged up to 31 years. The training ar-
eas of the graduates are Arts and Humanities, followed by Health, Physics, Education,
Law, Life Sciences, Journalism and Social Sciences, Economics and Management,
Mathematics, Statistics and Computer Sciences and Engineering, Construction and
Manufacturing Industries (see appendix A). A structured questionnaire was adminis-
tered in a phone survey between November 2010 and January 2011.
Data and measurement
(a) Work values: we used ISSP indicators that measure the relevance subjects give to
intrinsic and extrinsic orientations to work. The following were used for extrinsic
rewards: “a job that enables me to earn high wages” and “a secure and stable job”;
and for intrinsic rewards: “an interesting job” and “a job that gives me autonomy”.
Besides ISSP, we added two further indicators: “a job that allows me to be finan-
cially autonomous from parents” and “a job that allows me to acquire new knowl-
edge”. The former falls into the category of extrinsic orientations that reflects the
importance of remuneration for labor, but places it at a considerably lower expecta-
tion level than earning high wages. In turn, the latter indicator reflects an intrinsic
orientation that according to previous studies (Chaves, 2010) is crucial when con-
sidering whether an occupation has positive qualities inherent to the performed
work, at least for individuals with a high level of education. A similar item, “a job
where you can learn new things, learn new skills”, was used in the Monitoring the
Future survey (Herzog, 1982; Marini et al., 1996). We asked participants to rate the
importance of each of these items independently on an eleven-point scale (1 = to-
tally disagree; 10 = totally agree), when assessing an occupation.
(b) Predictors: we used the following variables as predictors of work values: (1) indi-
cators of social origin: the occupational status of the family of origin and the levels
of education of the father and the mother; (2) the level of employability of gradu-
ates in each training area, in Portugal; (3) the occupational status achieved by the
respondent at the time of the survey and (4) the self-assessment of the extrinsic and
intrinsic rewards actually obtained from the current employment.
We measured parental education as the number of completed years of school-
ing corresponding to the highest level of education obtained by either parent. We
measured the family of origin’s occupational group status by crossing the informa-
tion on the father and mother’s occupational groups according to the National
Classification of Occupations 2008, harmonized with the International Standard
Classification of Occupations (ISCO-08) in which groups 1 (managers), 2 (profes-
sionals) and 3 (technicians and associate professionals) were each defined as a rank
with all other occupation groups lumped together as the lowest rank. We thus ob-
tained four ranks (from A, the highest, to D, the lowest — see appendix B). In order
to avoid missing cases, whenever information was missing for one of the parents
(19 missing in both cases), we imputed that of the other parent.
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The employability level of the training area was defined as the inverse of the
average unemployment rate for individuals under the age of 40 registered in the
Portuguese Labor Force Survey between 2004 and 2010, according to the fourteen
main education and training areas of the National Classification of Education and
Training Areas (CNAEF) (Cardoso et al., 2012). Since CNAEF are defined at a
higher level of abstraction than the subjects’ specific university degrees, following
a cluster analysis, we rendered the rates as a ranking of four employability levels,
namely: low (Arts, Humanities, Social and Behavioral Sciences, Life Sciences and
Physics), medium (Teacher Training and Education, Information and Journalism,
Business Sciences and Law), medium-high (Mathematics and Statistics, Technical
Engineering and related subjects, Manufacturing Industries, Architecture and
Construction, and Health) and high (Computer Sciences). This variable entered the
regression models as a dummy, with the lower level as the reference category.
The current occupational situation was built from a Multiple Correspondence
Analysis (MCA) that identified distinct patterns of occupational situations through
the analysis of the interdependence between the following variables: “occupational
group”, “status in employment”, “type of employment contract”, “number of weekly
working hours” and “average monthly net wage”. Subsequently, individual scores in
the first two dimensions of the MCA were used as input for a cluster analysis and the
classification of graduates by which a typology of occupational situations was formal-
ized (Ramos, Parente, and Santos, 2014). The exploratory analysis using hierarchical
methods suggested a solution with five groups, and the final definition of the typology
was reached through the k-means optimization method. The graduates were thus
classified into five types of occupational situation, corresponding to ranked positions
in the labor market: (1) unemployed; (2) very precarious situation; (3) precarious situa-
tion; (4) steady position and (5) qualifying position.
The self-assessment of the material rewards of the current employment was
expressed by the level of agreement with the statements “my job allows me to be fi-
nancially autonomous from my parents”, “my job is secure and stable” and “my
job allows me to earn high wages”. Similarly, the self-assessment of the intrinsic re-
wards was expressed using the statements “my job is interesting”, “my job allows
me to acquire new knowledge” and “my job gives me autonomy”. In all indicators
we used a scale of 1 to 10 (1 = strongly disagree and 10 = totally agree). In order to
avoid contamination, the questions on the self-assessment of both extrinsic and in-
trinsic job rewards were placed in a separate block in the survey, quite apart from
the assessment of work values.
We used age and gender as control variables, as well as whether or not the
subjects worked while they were undergraduates. The categories of the variables
“gender” (female = 0), “part time student” (no = 0) and “employability level of the
training area” (low = 0) entered the regression models as dummy variables.
Statistical analysis
We assessed the net effect of each predictor on each job value with multiple
regression OLS models, using listwise deletion and bootstrap estimation. For
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intrinsic values, we used hierarchical models, in which the predictor in the sec-
ond step is the self-assessment of the intrinsic reward of the current job corre-
sponding to the dependent intrinsic value. This was done to create a match
between job rewards and work values parallel to that implicit in the models for
extrinsic values, in which matching material rewards were entered as predictors
of values in accordance with the theory of motivation. The second step allowed us
to test the only exploratory hypothesis we could draw from adjustment theory re-
garding intrinsic values, after testing the theory of motivation hypotheses on in-
trinsic values in the first step.
Close to one third of the observations were excluded from the models because
of missing data. We therefore performed a MCAR test on the pattern of missing val-
ues, which shows they are distributed at random: MCAR (2(51) = 57,949, p = 0.234).
Furthermore, we compared the profile of the global sample and the subsample af-
ter the listwise deletion procedure regarding some characterization variables
(training area, gender, age, professional group of origin), finding very similar pro-
files (see appendix A). The analysis of the boxplots of the response distribution to
the dependent variables in the total sample and sub-sample also confirmed very
similar response patterns.1
Results and discussion
The poor dispersion of the ratings in table 1 shows that this sample of graduates
shares significant similarities in relation to work values. We found three major
trends. Firstly, a maximalist framework of work values: all are very important for
the majority of respondents, with average values higher than or equal to 7.8 and,
with the exception of high wages, with more than half the individual ratings at or
above 9. Secondly, the importance the vast majority of individuals attributes to “a
job that allows me to be financially autonomous from parents”, as compared to the
other extrinsic values. Finally, apart from this exception, the vast majority assigns
higher scores to intrinsic than to extrinsic values.
The regression models in tables 2 and 3 test the structural variables’ ability to
explain the variation of the importance given to extrinsic and intrinsic values. Sec-
ondarily, they assess in an exploratory way how much each of the two theoretical
frameworks, the one based on Maslow’s theory of motivation and the one based on
Bourdieu’s adjustment theory, fits the empirical relations.
In relation to extrinsic job values, all models behaved poorly, with adjusted R2
close to 6%. Thus the structural variables that we considered do not explain what
little variation we found in the work values orientations among the graduates.
Moreover, the effects of the subjects’objective conditions on their preferences
for extrinsic values do very little to support the hypotheses derived from the theory
of motivation. The only significant effects that would support them are those of the
fathers’schooling and of high employability of the training area on the ratings of “a
CONVERGENCES AND DISPARITIES OF WORK ORIENTATIONS AMONG RECENT GRADUATES IN PORTUGAL 19
SOCIOLOGIA, PROBLEMAS E PRÁTICAS, n.º 80, 2016, pp. 9-29. DOI:10.7458/SPP2016806679
1 Statistical analyses used IBM SPSS Statistics 20.0 with the significance level set at p < 0.05.
secure and stable job”, and of medium-high employability rate on “a job that al-
lows me to be financially autonomous from parents”. In keeping with the theory,
the three coefficients are negative albeit with quite moderate coefficients, which in
turn was to be expected given the low variance of the subjects’ ratings of job values.
The respondents’ current occupational situation seems to have no bearing on their
adhesion to extrinsic work values. Motivation theory fares even worse with the ef-
fects of the subjects’ assessment of their job rewards, which are the absolute reverse
of those the theory would predict.
In turn, the adjustment theory comes out a little better, particularly at the
level of assessment of job rewards. Indeed, these relations are compatible with an
adjustment of the extrinsic work values that the respondents favor and the extrin-
sic rewards they believe they actually get.
Table 3 displays the hierarchical regression models for intrinsic values. On
the whole, these have a somewhat better fit than the models for extrinsic values,
with adjusted R2 ranging from 7% to 13.6%. However, the improvement is due to
the second step in the model, which added 5% to 10% fit over the R2 obtained in the
first step, even lower than what we obtained with the same predictors and control
variables in the models for extrinsic values.
Almost all core predictors that have significant effects on the ratings of intrin-
sic values run contrary to the hypotheses based on the theory of motivation. Mid-
dle and middle-high employability are negative predictors of the ratings of “an
interesting job”, as are middle and high employability of those of “a job that pro-
vides autonomy”. The one exception is the rather flimsy, yet significant positive ef-
fect of the current job allowing financial autonomy from the parents on the ratings
of the extrinsic value of an interesting job. The results appear again to be more con-
sistent with the adjustment, as all intrinsic rewards afforded by the current job are
significant positive predictors of the ratings of the corresponding intrinsic work
values, pointing towards “reinforcement” or “adjustment” factors.
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Job values Mean Standarddeviation
Variation
coefficient
Percent
rating 9 or 10
A job that allows me to be financially autonomous
from parents (n = 1000)
9.2 1.337 14.5 79.5
An interesting job (n = 1001) 9.0 1.275 14.2 69.9
A job that allows me to acquire new knowledge
(n = 1001)
8.9 1.277 14.3 66.4
A job that allows autonomy (n = 1001) 8.7 1.277 14.7 56.6
A secure and stable job (n = 1001) 8.5 1.812 21.3 55.8
A job that allows me to earn high wages (n = 1000) 7.8 1.687 21.6 30.1
Table 1 Descriptive measures of job values (ratings 1-10)
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Conclusions
This research comes within the scope of the studies on how work orientations vary
within society and which factors are involved in their formation. It has the particu-
larity of focusing on a group of graduates from higher education who are in the
same stage of transition to the labor market, as they all graduated from university
around 5 years ago.
Two questions were initially raised. Firstly, are there significant commonali-
ties in the importance given by these graduates to the various work values? The an-
swer is positive, as in fact we found common patterns of value orientation within
this population of recent graduates.
To begin with, we found a maximalist aspirational framework: most respon-
dents adhere quite strongly to all the aspects of work values we addressed. This find-
ing is consistent with the results obtained from other populations of Portuguese
graduates (Chaves, 2010). Studies in other international contexts, although very dif-
ferent from the one we examined, have also revealed “aspirational maximalism”
among young people. For example, both Johnson (2001b) and Marini et al. (1996) re-
ported that high school students in the US tend to strongly value different work re-
wards, in excess of “what will be available to them in the labor market as adults”
(Johnson, 2002: 1309).
The second commonality is that of the importance given to a job that allows
gaining financial autonomy from parents. This is on average higher than the im-
portance attributed to any other work value, and has a very low dispersion. With
regard to work, this is an extrinsic reward which, like the item “high wages” — the
least valued in our sample — focuses on job remuneration. However, in this case
the standard of remuneration is fixed at a level that is not necessarily considered
“high”, but rather one that merely allows them not to depend on family members
for expenses they regard as important or indispensable. This result also strength-
ens the hypothesis we already formulated on another matter (Chaves, 2010):
namely, that despite the turbulence and complexification that has occurred in the
transition process to adulthood, self-sufficiency and independence from the family
of origin remains a nuclear vector in how individuals envision these dynamics, as
well as in the very social reproduction process of contemporary societies.
Finally, the last common aspect we have identified concerns the importance
given to intrinsic as opposed to extrinsic rewards, with the exception of the one
mentioned above (and which indeed, although extrinsic in its nature, has an ele-
ment of self-realization that approximates intrinsic values). Indeed, the average
value that individuals assign to “the interest of the work”, “the opportunity to ac-
quire new knowledge”, and the “possibility of autonomy at work” outweighs
those obtained by extrinsic rewards e.g. “the opportunity to earn high wages” and,
perhaps more surprisingly, “job stability and security”. This finding is certainly
not unprecedented. Several studies (e.g., Johnson and Mortimer, 2011) have drawn
attention to the relevance, or even the prominence of intrinsic values with juvenile
populations, particularly the more educated. The most surprising is that this rela-
tive ascendant is observed so distinctly among Portuguese graduates as well, being
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Portugal a country that, until recently, has low levels of education and that, even
today, has average income levels well below to those observed in north-European
countries or the US. Equally surprising is that this preponderance exists even
among segments of graduates that five years after obtaining their diplomas, are in
most vulnerable and precarious the situation in terms of job remuneration and se-
curity, including the unemployed. Indeed, these segments attribute a degree of im-
portance to intrinsic values similar to that conferred by those who are in more
prosperous and secure positions in the labor market.
These results are evidence of a cross-cutting importance granted to intrinsic
job rewards by Portuguese graduates, which should be analyzed in depth in the fu-
ture. A series of theoretical work carried out over the past three decades can be a
valuable support to produce hypothesis that help to understand this fact, espe-
cially the works of Giddens (1991) and Bauman (2001, 2008) that have emphasized
the important inclusion or deepening of certain contents within the century-long in-
dividualization process (Baumeister, 1986; Martuccelli, 2002). Giddens and Bauman,
namely, have pointed out two features of this cultural change that are especially rele-
vant to this matter: on the one hand, the idea that individuals should be governed by
the search for “self-realization” and, on the other, the belief that self-realization can-
not distance itself from, or be formed outside of “authenticity” (Giddens, 1991). In
the work sphere, the search for authenticity may be reflected precisely in the aspira-
tion to engage in tasks that allow individuals to be true to their own interests, pas-
sions and skills, and thus the demand to be involved in activities carried out as part
of the “vocation model”, as directly expressed in the items “an interesting job” and
“a job that allows you to learn new things”. It is as if part of the core expectations
that guide the context of intimate relationships in contemporary times, embodied
in the “pure relationship” ideal (Giddens, 1992), would also extend to the subjec-
tive relationship that individuals strive to establish with the work domain.
Asecond set of reflective elements that contribute to the analysis of ascending
values of intrinsic work may be found in Baudrillard (1970), Bauman (2001, 2008),
Campbell (1987), Featherstone (1991), and especially Lipovestsky (1992). We mean
the suggestion that there has been a progressive diffusion of hedonistic ethics espe-
cially in contemporary Western countries, associated to maximizing pleasure and
minimizing displeasure, whether intellectually or emotionally oriented. We argue
these hedonistic ethics affect the perceptional, aspirational and evaluative relation-
ships established nowadays by individuals in a multiplicity of institutional con-
texts. This is expressed explicitly in their working lives, in the praise of a job that
can provide intrinsic rewards, and in the subjective rejection of working activities
which, now or in the long term, will not allow them to fulfill this kind of goal.
Obviously, any of the interpretations advanced herein are merely hypotheti-
cal and should be the subject of future research.
The second question this paper addressed was that of identifying whether
and which structural factors might account for the varying levels of importance at-
tributed to extrinsic and intrinsic rewards within our population of graduates.
The results point towards three conclusions. The first is that none of the
equated structural factors: the social position of the family of origin, the level of
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employability of the training area and the individuals’ concrete occupational situa-
tions, has a relevant impact on the variation of extrinsic and intrinsic values. Since
studies on these aspects at the international level (Johnson, 2002; Kohn and School-
er, 1983; Lindsay and Knox, 1984; Mortimer et al., 1996) and about the Portuguese
population (Vala, 2000) concluded that social class has some explanatory impact
on the variation of work values, we are led to consider the hypothesis that the re-
duced explanatory impact of social origins we found in our sample should be due,
at least in part, to particularities of our population. Indeed, as compared with the
general population, this is a more homogeneous universe from the point of view of
their social and living conditions, both at the moment of inquiry and in terms of fu-
ture expectations (job opportunities, etc.). Moreover, it is likely that their longer
school socialization has exposed them to a more intense and cross-cutting diffu-
sion of the importance of the intrinsic aspects of work that found in the general
population, with homogenizing effects on the relevance given to this type of
rewards.
Asecond conclusion is that despite the impact of this set of variables being of lit-
tle avail, the self-assessment of the extrinsic and intrinsic rewards afforded by the cur-
rent job should be underlined, because this is the only set of variables that produces
significant and systematic effects. These effects point to an adjustment of the individu-
als’ work value orientations to their appraisal of obtaining corresponding kinds of re-
wards, be they intrinsic or extrinsic, from their concrete employment situation
Lastly, our exploratory conclusion regarding the two advanced theoretical
frameworks, adjustment theory inspired by Bourdieu seems more effective in the
interpretation of our results than the theory of motivation inspired by Maslow. As
just mentioned, the more consistent results relating work values, both intrinsic and
extrinsic, to the assessment of actual job rewards support the adjustment rationale,
while few and less consistent results are in line with the motivation theory, all con-
cerning extrinsic values.
These assumptions does not amount to suggest that the potential impact of
structural factors associated with material conditions of existence, on the one hand,
and Maslowian motivation theory, on the other, should be abandoned. The conclu-
sions we reached are naturally conditioned to population and period. Restricting
the observation to university graduates obviously limits the variation on the inde-
pendent variables, and as reported by previous above-mentioned research differ-
ent results would likely be obtained in the general population. Moreover, data
were obtained at a time when the situation of graduates in the labor market was
much more favorable than it is at present. We do not know whether these trends
hold, at a time when Portugal and other Southern Europe countries are immersed
in a prolonged and severe financial and economic crisis that has triggered skyrock-
eting unemployment rates, contractual instability and wage cuts, predominantly
among young populations and notably among the highly qualified.
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Appendix A Profile of the samples
Characteristics Overall sample(n = 1004)
Sub-sample (listwise deletion)
(n = 735)
Training areas % %
Education 10.0 11.0
Arts and Humanities 21.4 22.0
Social Sciences and Journalism 7.7 7.9
Economics and Management 6.7 7.6
Law 9.7 10.3
Life Sciences 8.6 7.1
Physics 12.0 10.2
Mathematics, Statistics and Computer
Sciences
6.5 6.8
Engineering, Construction and
Manufacturing Industries
4.9 5.2
Health 12.7 12.1
Gender
Female 64.3 65.3
Male 35.7 34.7
Family's occupational group status
A 27.4 27.3
B 7.6 8.0
C 17.7 17.2
D 47.3 47.5
Age
Minimum 25 25
Maximum 75 69
Mean (standard deviation) 30.6 (5.3) 30.3 (4.6)
Note: The sample was created so as to ensure statistical significance, with a maximum margin of
error of 5% for a confidence interval of 95%.
Appendix B Family's occupational group status
Father Mother
1 2 3  4
1 A A B C
2 A A B C
3 B B C D
 4 C C D D
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